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ABSTBACT 

In December"^ 1973, the Committee "to Improve' 
Pejcformance of school Personnel vas esi:ablished« The task of the 
Committee was to create an effective system of improving professional, 
performance, which could be put- into* practice in any school situation ^ 
in Kentucky, a system which could be utilized with all professional 
staf f me'mbers whether the y^ be classroom teachers, administr^ators, or 
other professional persoBn*e^. A State Board Regulation was passed on 
l^eptember 10^ 1^5,* whichHcequired each local board of education to 
provide jEor the rnVSlvement' of every professional school employee in 
an individualized program of self-evaluation and performance 
improvement through the application of the Kentucky Plan. The 
Kentucky. P^an is des^igneS to assist in the development of *d system 
tailored to the particular needs<|^of a school district. For successful 
impl^menta'tion oT the Kentucky Plan, there must be harmony between 
participating ^)arties in the development of local- school district 
plans. The resources of the State i Department of Education andHhe 
Educational Regions miist be effectively utilizing to* provide the 
necessary skiljs^ needed- in a 'program, of this magnitude. Th^ 
^Educational Region is designed to provide ancillary service to tne 
local school -districts under the approval of the State Department of 
Education. .The Educational Region can be an effective delivery system 
in the implementation of the Kentucky Plan. Professional 
organizatiqns ,ajid*higher education must also be J^nvolved in its v 
implementation. (RC) * . - 
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, Le^ us Jook briefly at tpiAistory of professional dfevelopment in the State 
of Kentucky. In the jrfidst/€f the World Mar J I teacher shortage, only 30% of. the/. ^ ^ 
elementary teacher^ ^^^A bachelor's degree.. As- Ijate as 1947, certificatioa 
standards permfttefdiwe employment oOf persons" with only two years of college 
preparation. Un|<n^unately, in many school districts, high school graduates ^ 
had to fae. emp^^ed to teach elementary schools. Ten years* latent The Foundation 
Law w^s/pass^ and funded in 1956 by the General^ Assembly. At this time, less 
than/hal f/of the elementary school teachers >( 42. 7%) phad th\s Ijgchelor's degree 

preparation. The Foundation Law pr*ovided a salaisy $ca1e»with differentials 



based on academic preparation. 
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Ten years later in 1965-66^^ 91.1% of the Kentucky elementary teachers, had 
the bachelor's deg^ree or higher jprepiratlon in comparison to a nationaV figure 
of 89.1%. It wa$ at this point that the Stat^ Boardi of Education established 
the planned fifth yealr program as a certiftcate renewal reqt(ireTOnt to become 
effective with' the 1967-^8 school yecjr. ■ ^ - ^ 

Today, virtually all elementalyYchool teachers have the bachelor's degree or 

/ . ' ^ ■ • ^ ' . '^^ 

higher certification. • . 

. • ■ • /■ ' " / — • ■ •■ 

Today, however, other straws are blowing in the wind. 



The concept of accoun 



;abil1ty that gained momentum in the' late >9^0's 



has emerged as a reality in the 1970's. Qp.to June, 1974, thirty stavtfes had 

» * ■ * ■ 

^na<dMJla(M.slatjQn that focuse^onvarious approaches t9 attain accountability. 



) 



'3 



ERJC 



ERIC 



Oth^r states have chosen to ir\troduce^ accountability into- their planni^'effprts 
through "executi prder or policy statements. ^ . 

'Finatici?^, restraints and 'the 'demand for fiscal accouritabil ity have led to 
the development of. modern management techniques. Und^r this rubric fall such 
inncvations as Program Planning & Budgeting. Systems (PPBS), Management by 
Obj\c(iyes (MBO) & Management Infomatidn Systems (MIS). Another focus of 
accountability regis lati on is directed to Professional Personnel -Evaluation . 
As of - Jung., 1974, fourteen stateV had some specific type of 'professional personnel 

eyaliiation mandated by state legislatures. Jo illustrate the trend toWard 

■" ' - ^ . . , . - . . 1 

professional evalultion by state legislatures, let nie cite the fiollowing, stati sties 

From. T'963-71, one s.tate used professional 
personnel* eva.luatito'n (1969 - Washington Statel) 

-([ In 1971 - five (5) states adopted some type 
of professional personnel evaluation.' 

■ " 1972 - three (3) states 

1973 - two (2) states 

1974 - three (3)^states ' ; / 

There bave alsb been at least six changed in existing laws 

' " . . ■',// 

All of us realize that, accountability isn't a "one-way s^Lreet" with responsibility 

.directed at ^ducators alone. J^e peopTe-'-parents, students, stat^ legislators, 
$cLol board members ah d tax payers— share this responsibility. Whereas, the 
effectiveness and efficiency of education can be cjiarged to educatbrs, we must ' . 
reme^er that it isj:he public that makes the final determination' what the supfiort 

_.^^,>y,>4^-^)t^rjr o^nrati^n 1 1 be Therefore/' g"" 'c.P"v'';'5^d_^^^''^ because of the 

current economjic picture, decreasing public 's,^hool enrollments, and an oversupply 

■^ Cooperative Accountability. Project, Legisl/atioh 4y The States' Accountability and 
.Assessment in Education. (Report #2) 19^4. pp 2-6. Denyer: Cooperative 
Accountability Project. 

2 Ibid..,- Page 1. . 




of 'educators, the general public wilTcontinue to^ert pressure for some type, of, 
accountability in ^the foreseeable future. • ^ ^ ^ 

' Se'cpndly, 'it i^ recognize^hat while academic preparation is necessary and 
important, true professionalism requires additiona^l 'dimiensio/is of professional' 
growth'^and imprcivement- Because of new curriculums and programs* in all tireas, and 
because of more sophisticated programs of school organization which truly involve 
the 5taff in shared decision-making, t^am p>smning and team teach^ing, etc/^ dt 
is increasingly difficult to'^rovicle aideqDate starff development programs fh)m 
the standpoint of logistics as well as monetary- cost to the school district. 
Therefore, t;here is a' need for a systematic, pi an for Encouraging and assisting in- 
the Continuing' improvement of the performance of professional school personnel. 

t 



0 

DEVELOPMENT' ' ' - ^ 



^ The Kentucky Project for Improving ^the Professional Perfonjiance of School 

Personnel emerged frprfi informal discussions involving personnel from the State 

Department of Education. On Decembeir 1 , 1973; the State sponsored an invitational 

Conference on Improving Professional Personnel at the^Birown Education Center in 

Louisville to explore the concept of Performance Objectives as an Approach to the 
« • > - „ ' >« ■ 

improvement of professional performance. At this conference. State Department 

^ . ^ ^ 1 ■ ■ ' 

personnel presented, the philosophy supporting the performance objefctive^ approach 

and the basic steps involved in implementing the performance objectives approach . 

to professional improvement., Recognizing th@ concern of citizens foV- qu-ali\y ' 

education and^^of the desire of the professional educators to provide a competent 

teacher ^or every^lassroom and correspondingly compe^nt educat^'onal Ijeaders in 

each district, the "Conmittee on Improving Performance of School Personnel" 

decided to serve as a Chan^^Tgen^^ 

response of the participants was' to endorse the idea of improved professional 



Verformance and the perfonnance objective, iapproach. Candidates were nominated 
for appo1n.tmeht to a 'steering coimiittee for a statewide proaram. ^ 

Two w^ks later on December 14, T973, a meeting was held in Frankfort with 
the presjde^ts of the varioui professional organizations a^ici representatives from , 
the State Departnienr of Education to plan 'further the creation of a permanent 
steering committee for the 'project. At this meeting, was .decided that the 
"^^steering committee would consist of: ^ 

* A chairman elected by the'committee from >ts oWh membership ^ 

A secretary from State Department of Education designated by State^ 
Superinterj^ent ' 

* Three classroom teachers ^ ' • , | 

* One representative from KEA committee on. Teache/ Education and Instruction 
*, One representative - KEA Board of Directors ' * . ' ' 

* One elementary- principal ^ ; < ' 

* One secondary^ principal - 
' * One supervisor 

* One superintendent - ' v 

* One representative at large frgm KASA • , ^ 



\* One Parent Jeacher Association representative . - . . * ■ 

* One representative from^he School Boards Association 

One representative from Htgjer Education ' * ^ * ^ 

* Liaison consul tan ts^ from ^he Bureau-of Instruction, Bureau of oyocational 
* , Education ^and Research - ' * £\ . * 

0 • 

► . .' ■ - . v. 

Following this December 14th meeting, the Superintend^t of Public Instruction 
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On 1 April 1974, the Superintendent of Public Instruction formally announced 
formation of the' Kentucky Project for Improving the Professional Performance of 
School Personnel. The first meeting of the committee was, 9 September 1974.' 



The task of the Committee to Improve Profess toftal j^erformance of School 



7 Personnel was to: "Create an effective system of improving professional performance 
which can be pat into^practi'^ce in any school situatitjVi in Kentucky, a system which 
chn be utilized with all professional ^staff :members whether they be classroom 

teacher, administrators or other professional personnel." / . 

^. . * 

The Committee was asked to explore the performance objectives approach which 
' had been the facus to that point and to look at other approaches and feel free to 
consider them. - ) 

' As further guidance, the fol lowing suggestions were offered: 

1. The design should be easily communicated. . 

2. The thrust of this particular project should focus' on thA improvement' ^ 



of perfonnai^ce--nothing 61 se. 



3. The system should be designeff'to foster and improve professional' 

. relatfons|hips as" opposed to creating tensions and strained relationships.' 

4. Full' implementation of the Project will be a dev'^lopmental process— 

' eacti year's progress' should be evaluated and refinements made for the 
^ . next year!? s .operation. . • . ' 

^ I 

The Committee', in the performance of its assigned task, endeavored. to comply 
with the charge given at the time of its inception. A very brief sunmary of the 
woVk of this committee illustrates this as follows: 
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< t , 1 . 

1 * An effort ms made to maintain support fdr the- work of the Committee 
'. ; * with the constituent organizations. \ , " ^ . , 

2 In March, 1975/, Teacher Ed. Circular #306 (Blue^Book) was distributed to . 

■I . '■ ^ ' - - ' 

the, constituent organizations as a progress report. The work, was received 

• and'' favorable ceSQlutions passed at the annual convelitiofts of three of 

these organizations: ;KEA, KSB°A, KCP&T. > ' • • 

' 3. An Invitational Conference was held in Louisyille on 18-19 May for the 

govermTig^ boards of the KEA org^izations. Invitations were furthei^ 

expanded to incl ude the KEA 'committee on Teacher EducatidJn- & Instruction, 

the ,pres.idents of the local -educational associations and [^residents or 

^he KEA district organizations. ; . .' . • j 

4. The president and ptresi dent-elect from each of the constituent administrative 
organizations were" invited to attend the July meeting oi the Cpmmittee 

to discuss the progress report in the same manner as had been done at 

, ■ V . • 

' the May meeting. * ■• , ' ' . ' 

5, The Committee then reviewed and evaluated all suggestions. a^ -made 
mAdifications^and refinements ^as- a result of these meetings. 

■ ■. ,• - ^ ■ ■ 1 • • . ■' ■ 

Up to this point, I«have talked brie'fly about the hikpry and development 
of the Kentucky Plan for Improving the Professional Performance of School Personnel. 
• Let us turn qur attention to - the ^Board .Regulation- passed dn 10 September 75. 

In all probability j this regulation will be published in the November- State Register 
. with hearings scheduled for December/ January, or February. • 

The regulation Is passed requires each local .board of educatiW to provide . 
' for involvement of every professionaT school employee in an individualized program 
^°~orwlWya^tfBt4w-afi4^e££am^^^ through .tsja e applic ation of the^___^ 
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Kentucky. PI an. Each khooT district operating within the "guidelines of the Kentucky. 
Plan will be Responsible for developing an improvement plan by means of a local 
coiTBnittee. The Kentucky Plan is designed to assis-t in the development of a system 
tailored to the parti culjar needs of a school district. It provides an opportunity 
to involve representatives from- the Jocal school system who will be directly 
affected by the new system of improving performance. Toteil staff invoWement,- I 

'believe, is an absolute necessity and critical to the success of the p^rogram. 
Those who are affected must pajrticipate in i^ts^^ design, installajipn or. implementation, 

f administration and. review. 

Once the local plan is developed, the local, boeird of education incorporates 
the local plan with its offiC'^al policies, or else adopts appropriate policies for 

^ the implementation* of the plan. To as^sist in, the* creation of the local district 
plan, tj;ie State Cormittee is preparing a Guide for the Development of the Local. 

■ School District Plan which can be utilized by thd local conmittee in the development 

♦ - - • ' ' * 

Of its plan. In addi^on, the State Committee proposes to* sponsor the preparation- 
of resource documents, perhaps audio tapes and slides and other resource material . 

There is provision for flexibility as programs evolve and develop in new 
directions "from the initial state plan.y Anyexisting exempla>y-^rogram for the 
•improvement of professional performance at the local district level should not 
be impaired- ' . , ' ^ ^ 

It is fur^er stipulated that the Superintendent of Public Instruction ^s 
authorized to approve an alternatfe >ocal sehool district- plan for the improvemen|: 
of professional performance of school pers'onnel that is not based on the Kentucky 
Plan provided the proposed' alternate plan is submitted in written form and provided. 



" the proposal' is in- keeping with the philosophy of the Kentucky ^1 an 

' ' ' ' ■ j * ' n 

■ ■■■ ■ ' ■ , ■ ■ ■ . ' , ^ ^■ 

o ■. . . . • 9 ■ ■ . 
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•'The, ^Superintendent .of Public^ Instruction will appoint a State Advisory 
Committee for Impfoving thf Professional Perfonjiance of School Personnel 'to 
include representation from such professiojial organizations, lay, organ iza|tions^ 
,and institutions as he deems appropriate,"' • ' 



The State Adv^isory Committee shall have the following duties: 

r' - • \ , ♦ • * ■ 

* Q • 

1, Make recommendations to the Superintendent of Public Instruction for . 
' the Implementation of State Board regulations; ' . 

2, Provide a conti'nqpus liaison and communications function l?etween the 
institutions and organizations and the State Departmen-t -bf ^ducation;^ 

3, Conduct a continuing study of the various approaches to the .improvement'*' 
of professional personnel in operation in other states and to s^udj^the 
progress and the e^ffecti veness of the. application of the Kentucky Klan • 
within th^ state and to make recommenqTations from time to time, for the^ 
further refinement and improvement 'of the process in* Kentucky; 

4, ^ Assist in the efforts to evaluate the effectiveness of the Kentucky Plan, 



X 



> ^ Let*us"now turn our attention to thef "Kentucky Plan." The Kentucky Plan 
will include all professional school peijsonnel from classroom teacher to local 
district superintendents, ' . 

\"The;<! Kentucky Plan is a process described b^low: 

y "1. To initiate the process, each person "studres and\:larjfies the expectations- 

• '^^^ ' . • \ . \ ' ■ ■ ^ ■ 

of the job he is assigned to perform and det\rmijrr;es\he priority of the 



components of the assignment wherein he desireX^ toimpmove hi? level of 
perff)rmance, - 



.0 



0- ' 




-"2. Each^ person gqitsuUs with a professional coUeague to refine further the 

- * .' ' * - » ' 

performance objectives««»^and to developo jointly a plan of action for their 

accomplishment. * " : ' • . - ^ 

'"3. A wri'tten plan of-3ctioa'is evqlved. which : * . ."^ 

(ci) identifies the sp^ific performance objectives' \ ^ 

• ib) schedules the steps or actions to taken, by the person and the 
* .'^ . 

supporting actions to be taken byothers for the achievement of 

• ■ 4^ . 

> the performance objectives' ** » / - . 

f ■ ' . 

" (c) states the means by which it will^be determined that the performance 

objectives have been accomplished 
(d) includes dates for/ subsequent meetings. - , 

"4. The person and his .colleague maintain- appropriate, records and each 
: consultation period thereafter- is utilized for:. 

(a) progress review and modification of the original plan of action, S's ^ 

^ appropriate * ^ ' * . 

- \ - - . . 

(b) repeating. the process as additional performance' object! ves are , . 

• \ idenjifted'." _ . > - — \ ^ 

IMPLEMENTATION . , ^ ^ 

For successful implementation of the Kentucky Plan, there must be harmony 
between the parttdipating parties in'the .development of local fschoo'l district plans, 

The resources of the State Department' of Education ancf the Educational Regions 
must be^effectively util ized, to- provide the necessary skills needed in a program 
of th^'s magnitude. J!n a seminar on '"Orientation to Improving Professional Performance 



of Staff" at KeQfyid^°^mt\ Vi 1 1 age .^SeprarSer^CT^IJcW&gr 
the Superintendent of Publ.ic lnstru>2tion indicated that money j«/as Being budgeted 
to support similar in-se^vK^^ses*sions in^ other Ed. Regions. 



Pa,ge 10 , . ' / 

The EducatYonal . Region is designed to provide gncillal^y. services , -to the local 
^school 'distriQts -under the approval af the' State Department of Education. It 
also 'seeks to prpvide for the cocH^erat'ion and* coord'ination o'f other agencies such 
as institutions of higher education, community agencies and etc., to effect 't^e 
greatest possible rtujiiber of s.ervices for the area. ' - © . 



The Educational'jRegions can be an efficient and effective* delivery system'^'n 



the- implenientatior> of ^t^e. Kentucky Plan. . . , 

, ' The professional organizations have an opportunity tci assist in. the 
implen^tation of the Kentucky Plan by planning^istrict wgrkshops^^to familiarize 
coristi tuents with the Keqtucky Plan. They can also help by establishing- a 
climate within the* local school d-^trict that wi IT foster harmony arid at the 
same t^me prdvid^' opportunities for true professional n'mprovement. To do this will 
require honesty , maturi ty ,-^trust and integrity ori the^part of personnel regardleSiS 
of whether they ai^e superihten^^irtSTrfirTn^^ business officials, clas'sroom 
teacher, supervisors, or other personnel. ^ - ' * 

' Higher-^^dlicatlpn: wust^^^^^^^^ actively inyolved^- t^ Implementation of 
^the Kentucky Plan both at tlie, pre-service and in-service level . As local school ^ 
districts begin to develop prcy^essional improvement plans, ihey will' need ^ 
•assistance in development of a philosophy that affords' the greatest possibility of 

positive change. As the school district becomes more sophisticated in its ' 

• * '■ ' 

approach. Standards of performance will 6e rfecessary which describe optimum behavior 
within everylrrea of responsibility. These, s.tatements, along with job descriptiojnsv 

' . • • ' : . 

are essential to the process. , * . . ' 



/ 
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Eventually, there will be 3 i^esld to look a-t ways to systematically collect 
^ata and provide "feedback. Sound principles of supervision support /providing 
fnforraatfon when it .is aVailabte and when it will improve an operation. Experience 
in industry haS (Remonstrated that knowl^ge of a deficiency caused an immediate 
jump in proficiency. ', \\ ■ * . « 

Records must be developed which conform* to the objectives of the improvement 
pnQgram.^ The instrument must be sirople to use,/yet provide a comprehensitve - 
record af what was agreed upon as Well as a* progress report concerning the stattus - 
of goals- af^.ob'jectives. ' . ^ - * ' . ' v 

' Wr'iting5|erfonuance objectives is anather ' area" th^t will' need attention in 
many local school districts.^ * . 

4-. In summary, then I would like to suggest that agencies having a 
responsibility for implementation of the Kentucky Plan, should begin to think about 
^ designing, in-service programs and providing seminars for t*reir constituents and for 
their. "respective service area which will develop readiness and create ah awareness 
of the Kentucky Plan. * . ■ 

Despite the best techniques of involvement, some administrators and some 
teachers will be unable to freely accept the new. approach. It will take time 
and in-service training. I would like to mention a few areas which, in rny 
^op'feiop, will need attention. 



1. Workshops which provide practical experience in writing goals and objectives 

2. Workshops which will help distVicts develop performance standards. (This is 
mor^fi a long range need.) . 

3 Revised job descriptions, in many systems, will be needed (also a long range 

■ ' > » \ 

goal) -Models available from National School Boards Association for $100.00 
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' 4. Seminars should be designed to assist local school distri 
^ development of philosophy and rationale. 
5. -Workshops to give school personnel experti'se in gathering 
■ ' interpretin^ata and cbndueting fol low-up. conferences. 

•6. Workshops to. help personnel identify afreas of need, establish 

priorities and set goals for ^mprovemept. 
7.' Workshops in human relations, cotimunlcation skills, self-Viotivation. 
problem-solving, etc. . . 

.8. In-service pn .the characteristics of good teacfiing, good administration, 

etc.— one important aspect of the performance target approach is . ^• 
. ■ se_lf-^valuati.on.^ • ^ > /^""^ 
■ 9. -TechniqAjes to ensure dialoaug^- -dialogue, is more thalp talk; it makes the 
way for meaningful, realistic discussi6ns of What is happening on the • 
job; what success *is being realized on specific objectives and gargets, . 
what factors are impeding iJrogress, what help is needed 

* » 

In closing, let me say' tlmt contrary to "the wishes of skeptics and critics 
of efforts to improve profess/ional ^performance "in Kentucky, I do not believe that 
it is a passing bandwagon or a fad. ^t is increasingly evident by the legislation 
enacted in other s^tates and legislation that is being drafted here in Kentucky by. 
State LegisTators, that studeats are expected to succeed and the public schools 
a responsibility to make it hapfyih. This philosophy "puts the shoe on the 



other foot" .in reference to the traditional outlook in public education which, in 
the past, has put ^fie burden of resfjonsibil ity on the student to get what he can 
from his school experience. The'emp^sis begins to shift fronj the classic input 
measures (human and other resources) to output measures ^(learning) in the educational 
system. In reality,'" we are being asked - to narrow the dikrepancy between what the 
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schools profess to teach and what students actually learn. We are being asked, 

- « • * A ^ 3 . 

as educators, at all levels, to assume r^spdhsibil ity, for our actions. What 

w6 do with the Kentuck-y Plan in ^he aionths ahead my well determine whether llhe' 

educational profession can improve as a result of its own efforts or lyhether 

"outside sources" will . prescribe the way that vJe wi^ demonstrate no the public 



•that we are prbvidisg adequates services in the performance of^our tasks. 



•/ 
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